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Abstract: In this paper researcher wants to discuss the various aspects of changing dimensions of 
human resource management. Conventional approach towards human resource development and 
management is becoming absolute in today’s world. This is mainly because there is a growing 
complexity in human relations. Organization systems are becoming complicated. Technology has 
influenced in behavioral pattern of employee and concept of job has changed in multiple ways.  
Post 1991 Indian economy is on fast track. There is huge rise in employment in service sector in 
India. Human resource is the prominent capital for these organizations. They do not have any 
alternative to manage this human capital with great care. Employees need to be equipped with 
specific skills. Organizations have to develop the workforce capable of taking up the challenges 
thrown by the new economic environment. To tackle this challenging situation, Indian 
academicians, economists and other related experts have advocated the adoption of the new 
concept of Human Resource Development. 
Keywords: Human resource, Necessity of HRM, Business challenges, HRD challenges. 
  
I. INTRODUCTION 
After Hawthorne experience whole concept of management has changed significantly. 
Behavioral school of thought gained importance and idea of human relations approach was rightly 
re organized. Mayo, Maslow, and Robinson were the pioneers who propagated idea of healthy 
human relations and established behavioral school of management. Today in a postindustrial 
society, human relations have become core of functioning of every organization. Treating a worker 
in appropriate manner is no longer a debatable issue. On the contrary human resource is considered 
as core aspect of every organization 
There is a paradigm shift in approval towards human resource because of changing role of 
organization and even changes in concept about organizational development. Today organizations 
are considered as living entities with perpetual existence. Hence success of organization largely 
depends on a dynamic structure i.e. human resource and not on static structure i.e. money and 
material. Therefore developing human resource has become prime responsibility of every 
organization. 
 
II.  PURPOSE OF WRITING THIS PAPER 
This paper basically deals with changes in human resource management. Conventional 
approach towards manpower development and management is no longer in vogue. This is mainly 
because there is a growing complexity in human relations. Organization systems are becoming 
complicated. Technology has influenced in behavioral pattern of employee and concept of job has 
changed in multiple ways. Therefore it has become essential to look at new dimension of human 
resource. 
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III. OBJECTIVES 
 The study was initiated with following objectives. 
1. To study concept of human resource development. 
2. To examine new trends in human resource management. 
3. To analyze how organizations responding to changing trends in HRM. 
 
IV. WORKING DEFINITIONS 
Human Resource – The term human resource has now a very broad meaning. It means 
and includes every human being who comes in contact with organization and works for 
development of organization by utilizing his caliber and competence. Thus human 
resource includes every person who works within and outside of organization. 
Therefore, human resource includes employees, vendors, suppliers, dealers, and 
representative of organizations. 
 Human Resource Development – Dr. Rao T V has defined HRD as a process in which 
employees of an organization are continuously helped in a planned way to: 
a. Acquire or sharpen their capabilities required to perform various tasks and   
functions associated with their present and future expected roles. 
b. Develop their general enabling capabilities as individuals so that they are able to 
discover and exploit their own inner potential for their own and / or 
organizational development purposes and develop an organizational culture 
where superior – subordinate relationships, teamwork and collaborations among 
different sub units are strong, and contribute to the organizational health, 
dynamism and pride of employees. 
 
V. PREMISES OF STUDY 
 Present study is based on following premises.  
1. The changing dimensions of concept of human resource has changed scope and 
coverage of HRD giving new dimensions to philosophy of HRM 
2.  There is a need for developing a sound system of HRD in the light of changing 
approach towards HRM 
3. The HRM in India has witnessed many changes due to changes in individual and 
economic situation in our country. 
 
VI. DISCUSSION  
A. Philosophy of HRM 
 Present Scenario of HRM is changing very rapidly. Growth and development in large scale 
enterprises in India have brought in a sea change in industrial economy of the country. The 
entrepreneurs and corporate managers who establish units of different size need men with varied 
competence. The most critical asset of a business is its manpower. What distinguishes a successful 
company from unsuccessful ones is the quality of its manpower. The success of an organization 
depends on having an adequate number of people in the right job, at the right time, all producing at 
their highest capacity. Whenever consideration of the human element is of less than primary 
importance in management circles, ultimate success of the organization is in question. The 
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common theme is utilizing a system of management practices giving employee skills, information, 
motivation and attitude - resulting in a workforce that is source of competitive advantage. 
Fombrun, Tichy & Devanna argued that the critical managerial task is to align the formal 
structure and the human resources system so that they drive the strategic objectives of the 
organization. Fombrun’s four key components of HRM are selection, appraisal, development and 
rewards. The link with performance is presented below: 
 
 
 
 
 
 
 
 
 
 
Figure 1: The Human Resource Management Cycle 
 
B. Reasons that necessitated HRD 
 Huselid has suggested that human resource practices can be grouped into two categories: 
Those practices that improve employee skills and those that enhance employee motivation. This 
study found that skill enhancing human resource activities included selection and training activities 
and were associated with turnover & financial performance. Motivation enhancing activities 
included performance appraisal and compensation activities, which were associated with measures 
of productivity. Here are some the reasons which denote the necessity of HRD. 
 
1. HRD became more of a necessity due to the need to direct and redirect, align and realign, 
engage and reengage, assess and reassess, and, orient and reorient the human resources to make 
them suitable with the ever changing needs of an organization 
2. The learning curve has become exponential, reiterating the organizational need to learn newer 
technologies, and diversified and varied functions on a continuous basis to enhance abilities 
and capabilities 
3. The macro organizational principle of maximization of profit and minimization of loss has 
been extended to the micro level of HRD in the form of maximization of performance and 
minimization/elimination of non-performance of human resources 
4. Globalization process coupled with doing away with protectionism has led to ushering 
Darwinian theory of ‘Survival of the Fittest’ at the organizational level, directing the 
organization to build a talent pool of human resources through HRD 
5. The need to eliminate square pegs in round holes and to have square pegs in square holes and 
round pegs in round holes entailed the need of HRD 
6. Turning the power house of untamed stallions and recalcitrant mules of human resources into a 
functional power pool 
7. To recognize talent as a source of inspiration and not as an impediment 
SELECTION PERFORMANCE 
REWARDS 
APPRAISAL 
DEVELOPMENT 
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8. Converting restlessness into intensity and passion to achieve the organizational goals 
9. Identifying and rewarding talent  
10. Encouraging feed-back rather than placing a lid on the pot of discontent 
 
C. Recent Scenario of HRM in India 
Post 1991, India started its phased economic restructuring to provide domestic 
organizations, the time and competencies to face greater competition arising as a result of 
globalization. This enabled Indian organizations an opportunity to expand, diversify, integrate and 
globalize more freely on one side. Whereas on the other side there is an increasing pressure on 
organizations in India to change from indigenous, costly, sub-optimal levels of technology to 
performance based, competitive and higher technology provisions. Indian organizations have to 
develop the workforce capable of taking up the challenges thrown by the new economic 
environment. To tackle this challenging situation, Indian academicians, economists and other 
related experts have advocated the adoption of the concept of Human Resource Development. 
Organizations are now asking their HRD departments for innovative approaches and solutions to 
improve productivity and quality of work life, while aptly coping with an environment of high 
uncertainty and intense global competition. Given below are the important challenges to the Indian 
business and that for the HRD as described by Deb Tapomoy: 
 
 
Sr. No. Business Challenges HRD Challenges 
1 Globalizing the organization’s 
operations. 
Resourcing and developing talented 
people. 
2 Developing new markets. Improving organizational capabilities. 
3 Improving profitability. Developing leadership skills. 
4 Market share growth. Achieving high performance. 
5 Managing ethical behavior. Creating a quality work environment. 
 
Table 1: Business  & HRD Challenges for Future 
 
Based on the philosophy of developing human capital of the organization, in a systematic 
way, approach of HRM has been developed. HRM is a design of formal systems in an organization 
to ensure effective and efficient use of human talent to accomplish organizational goals. HRM 
includes in it an evolving set of competing theories and a group of interrelated policies. It is more 
than a practice. It is located within the larger framework of the organizations business strategy. 
Thus HRM is a philosophy of people management based on the belief that human resources are 
uniquely important to sustain business success. An organization gains competitive advantage by 
using the people effectively, drawing on their expertise and ingenuity to meet clearly defined 
objectives. It aims at recruiting capable, flexible, and committed people, managing and rewarding 
their performances and developing key competencies by way of planned training & development 
programmes. This has a measurable impact on company making it grow faster. 
 
  INTERNATIONAL RESEARCH JOURNAL OF MULTIDISCIPLINARY 
STUDIES 
  
  Vol. 5, Issue 5, May, 2019       ISSN (Online): 2454-8499       Impact Factor: 1.8167(GIF), 
                                                                                                                          0.679(IIFS) 
10th May, 2019                                                              Page No: 5 
Web: www.irjms.in                                     Email: irjms2015@gmail.com, irjms.in@gmail.com            
 
There are various operative functions of HRM like job analysis, recruitment, selection, 
compensation, appraisal, motivation etc. that includes training & development as well, being one 
of the prime functions. Global competition, initiation of economic reforms and the country’s 
ambition to join ranks with the developed countries require that its existing approach to 
management development and training undergo a fundamental change. 
 
The following table clearly indicates the noticeable change in an important function of HRM i.e. 
training & development of employees. High differences are observed between earlier and current 
approach. Change is also noticed in the concept, importance, use of methods and process. Training 
& development function is becoming more systematic, planned and focused.  
 
Early approach Current approach 
Conservative Liberal 
Functional  Cross-functional 
Hierarchical Participative  
Training at entry level Continuous- throughout career 
Risk aversion Risk taking 
Cost conscious A planned investment 
Formal  Informal  
Traditional Modern and topical 
Non-systematic Systematic 
General  Goal oriented 
Skill-based & narrow Concept-based & comprehensive 
Structured Customized 
 
Table 2: Changed Approach in Human Resource Management 
 
VII. CONCLUSION 
HRM has got importance as it is no longer just perform a supportive administrative 
function, relating to the organization’s human resource transactions that are essential to its day-to-
day operations but also encompasses those activities designed to provide, motivate and coordinate 
the human resources of an organization. Thus HRD has become a process of adding value to 
individuals, teams or an organization as a human system. Globalization and rapid change in 
technology provided an opportunity to Indian organizations to expand, diversify, integrate and 
globalize more freely on one side. Whereas on the other side there is an increasing pressure on 
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organizations in India to change from indigenous, costly, sub-optimal levels of technology to 
performance based, competitive and higher technology provisions. Organizations are now asking 
their HRD departments for innovative approaches and solutions to improve productivity and 
quality of work life, while aptly coping with an environment of high uncertainty and intense global 
competition. 
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